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Department of the Navy 

Force Management Oversight Council 

Strategic Plan for 2006 - 2009 
 

The vision of the Department of the Navy is to develop and effectively utilize a fully 
integrated workforce – consisting of military service members (active and reserve), government 
civilians, contractors, and volunteers – to successfully execute the mission, with the right person, 
doing the right work, at the right time, with the right training, at the best value. 
 
 The Department’s Force Management Oversight Council (FMOC) published the 
Department of the Navy (DON) Human Capital Strategy in June 2004 and took steps to 
implement the goals outlined in the strategy.  In addition to responding to the manpower-
personnel challenges of the Global War on Terror, and emergent natural and humanitarian 
disasters, in 2005 the FMOC sponsored policy-making efforts resulting in: 
 

• DON Human Resources Information Technology (HR-IT) Strategy 
• DON Guiding Principles for a Military Compensation Strategy 
• Checklist for developing and evaluating compensation-related policies 
• Pilot program designed to assist Severely Injured Marines and Sailors (SIMS) 
• New oversight approach for the Department’s diversity/EO/EEO/human relations 

programs 
• DON Total Force Integration Lexicon and Terms of References for the Department 
• Policy Review Teams to develop proposals for enhanced force management flexibility and 

agility 
 

The Department seeks to build on these initiatives in 2006 and to continue transforming 
and modernizing.  Many of these initiatives are Human Capital Strategy Enablers, aligned to 
support the requirements and direction set forth in the Department of Defense Human Capital 
Strategy developed in the 2006 Quadrennial Defense Review (QDR). 
 

This document – the FMOC Strategic Plan for 2006 - 2009 – outlines the Department of 
the Navy’s policy priorities agenda for the next three years.  It summarizes where the 
Department’s manpower-personnel leadership seeks to place significant emphasis, in terms of 
policy development, strategic communications, and resources.  While there are many other 
important policy areas of concern and interest, the priorities described in this Strategic Plan 
require particular attention due to the strategic necessity to transform and modernize the 
Department of the Navy.   

 
The Department of the Navy Objectives for 2006 (dated 8 February 2006) identifies the 

FMOC’s 2006 priorities as a departmental objective that supports Navy’s implementation of its 
Strategy for Our People and Marine Corps manpower-personnel strategies (see Appendix A).  
Identified leads and supporting organizations are expected to identify the required 
implementation action steps and metrics. 
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In October and November 2005, the FMOC reviewed the Department of the Navy’s 
priorities pertaining to Total Force Integration and implementation of the Department’s Human 
Capital Strategy.  The result was identification of ten policy priorities and specific supporting 
tasks requiring action during the next three years. 
 

Staffs from the Navy, Marine Corps, and Secretariat were designated to further develop 
the policy priorities and supporting tasks.  The result of this effort is the FMOC’s Strategic Plan 
for 2006 - 2009 and its accompanying road map (i.e. action plan).  The Strategic Plan is the 
executive summary and overview of the FMOC’s human capital transformation agenda; the 
Action Plan is a more detailed, internal working document to aid Department of the Navy 
manpower-personnel staff with implementation of the agenda, subject to modifications over time 
as priorities and circumstances change. 
 

The Department of the Navy’s Office of Total Force Transformation (TFX) sponsored 
the development of the Strategic Plan for the Assistant Secretary of the Navy (Manpower and 
Reserve Affairs) and the FMOC.  Specific questions regarding its contents and/or content-related 
recommendations should be directed to Ms. Margo Shorter at (703) 695-7715. 
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National Security Personnel System 
Goal:  Implement the National Security Personnel System within the 
Department of the Navy. 

 
The National Security Personnel System (NSPS) is a flexible civilian personnel 

management system, which will allow the Department of Defense to be a more competitive and 

progressive employer at a time when the country’s national security demands a highly responsive 

system of civilian personnel management.  The two principal objectives of NSPS are to create a 

high performance culture and facilitate a workforce that can be easily sized, shaped and deployed 

to meet changing mission requirements.   The system is set to begin the first “spiral” of 

implementation in February 2006.   

 
 
 
 
 
 
 

 

Human Resources Management Information System (HR-MIS) 
Human Capital Strategy Enabler  

Goal:  Initiate development, acquisition and implementation of an 
integrated human capital management information system capable of 
supporting the requirements for the high-performing, value-based 
workforce described in the DON Human Capital Strategy. 

 
The Department of the Navy (DON) is modernizing its human resource management 

information system to achieve a fully integrated solution within an open, services-oriented 

architecture.  Data, protocol and process standards, based on strategic and operational 

requirements, will be established within the DON in cooperation with the Office of the Secretary 

of Defense, the other Services, and the Joint Staff to ensure that all operational requirements are 

supported. 
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Competencies Management 
Human Capital Strategy Enabler  

Goal:  Develop and implement initiatives to support the Department’s 
competencies-based human capital management efforts. 

 
 Competency-based career roadmaps will enable the DON to plan for and execute a 

strategic approach to professional development both at the individual and organizational levels.  

The key to our ability to effectively manage competency for the DON Total Force will be to 

ensure we have consistency in our validated competencies and to provide the systems, policies 

and processes for using a competencies-based approach to human capital management including 

announcements, selections, development and performance evaluation.  Additionally, the 

articulation and validation of manpower requirements in terms of competencies will enable us to 

support defined capabilities. 

 
 
 
 
 
 
 

 

Continuum of Service 
Human Capital Strategy Enabler 

Goal:  Develop and implement personnel management options to facilitate 
personnel movement and transitions across service status categories. 

 
The DON Human Capital Strategy envisions military and civilian members seamlessly 

transitioning between service status categories (active, reserve, government civilian (competitive 

and excepted service), government contractors, and volunteers/retirees/ auxiliaries) to support 

mission requirements in a career of service to the Nation. 
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Strategic Focus on Professional Development  
Human Capital Strategy Enabler 

Goal:  Continue to develop and implement initiatives to increase 
developmental opportunities and mission-essential professional 
capabilities of the workforce. 

 
 Professional development includes academic and professional military education 

programs, as well as multiple types of skills training:  professional qualifications, education and 

development, language, acquisition, on-the-job, and other general skills training.  The key is to 

focus programs and policies to support efforts that meet current and future threats while at the 

same time broadening its reach to include all service categories (active duty reserves, civilians, 

contractors, retirees, etc.). 

 
 
 
 
 
 
 
 

Enhance the Diversity of the Workforce 
Human Capital Strategy Enabler  

Goal:  Improve the diversity of the Department 's workforce to further 
strengthen the workforce and assure the highest degree of mission 
success. 

 
 The complex challenges we now face require us to be competitive and successful in our 

drive to attract, develop, and retain a top-quality workforce that can deliver results and ensure 

mission accomplishment.  The Department of the Navy seeks to attract people of all backgrounds 

in order to leverage the great strength of the diversity that our nation and its people have to offer.  

We must make full use of our human capital by promoting an environment where everyone can 

excel, and all are treated with dignity and respect, and recognized for their contributions.     
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Human Systems Integration and Performance 
Human Capital Strategy Enabler  

Goal:  Continue Human Systems Integration (HSI) and Health and 
Productivity Management (HPM) initiatives—and conduct human sciences 
research—to improve human performance. 

 
The Department’s efforts to enhance human performance encompasses a wide range of 

activities, from improving human and systems interfaces to human behavioral-based health 

solutions.  Human Systems Integration (HSI) is that aspect of systems engineering and Program 

Management that addresses the extent to which humans will be required to operate, maintain, 

and support the systems design, including analysis to reduce manpower, improve human 

performance, and minimize personnel risk.  Health and Productivity Management (HPM) 

provides an integrated management approach to health and injury risks, chronic illness, and 

disability to improve productivity, reduce employees’ total health costs, including medical 

expenditures, unnecessary absence from work, and lost performance at work (i.e. presenteeism). 

 
 
 
 
 
 
 

 

Military Compensation and Incentivization Strategy 
Human Capital Strategy Enabler  

Goal:  Develop and implement military compensation tools and strategies 
to incentivize high levels of performance and job satisfaction. 

 
On 18 July 2005, the Department of the Navy Force Management Oversight Council 

(FMOC) approved the Department of the Navy Guiding Principles for a Military Compensation 

Strategy.  It is intended to ensure that rational and holistic compensation policies support a 

compensation and incentivization system that is competitive, equitable, flexible, and sufficiently 

responsive to be effective in an ever-changing operational and market environment.  Changes in 

the marketplace for talent and the preferences of younger workers require the Department’s 

senior leadership to seek opportunities to better align the compensation and incentivization 

system in order to maximize its utility as a recruiting, retention, and performance-deriving tool.   
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Workforce Utilization and Planning 
Goal:  Develop and implement Department of the Navy workforce 
utilization and planning tools and policies to support strategic human 
capital management. 

 
Workforce planning refers to implementation of a model and set of policies and processes 

to optimize the use of the workforce to accomplish the current and the future organization’s 

mission.  It is focused on a clear understanding of the work required to achieve mission success, 

knowing the skills and competencies of the workers, and correctly assigning and managing the 

workers to attain high performance.  It is the means to ensure that the right person with the right 

skills and experiences is assigned to the right job at the right time. 

 
 
 
 
 
 

 

Comprehensive Military Personnel Legislation 
Goal:  Develop and propose changes to the current military personnel 
system in order to better meet the Department’s military personnel 
management needs and the requirements of the 2005 Defense 
Quadrennial Review (QDR). 

 
The current military personnel system, as authorized and mandated by statute, is in need 

of reform.  Legislation enacting the National Security Personnel System (NSPS) allowed the 

Secretary of Defense to develop a new flexible, performance-based system for managing and 

compensating defense civil service personnel.  Certain provisions under Defense Officer 

Personnel Management Act (DOPMA), Reserve Officer Personnel Management Act (ROPMA), 

and the Goldwater Nichols Department of Defense Reorganization Act of 1986 mandate rigid 

military personnel policy constraints and requirements that may no longer enhance mission 

accomplishment.  The 2006 QDR recommends specific statutory changes to enhance military 

personnel management flexibilities.  The Department of the Navy supports and seeks continuing 

flexibility-enhancing efforts to ensure the highest level of Naval effectiveness.  
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Workforce Utilization & Planning 
[Ms. Margo Shorter] 
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Department of the Navy 

Force Management Oversight Council 
Policy Focus 
2001 – 2009 

 
 

2001 - 2003  2004  2005  2006  2007  2008  2009 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 

 

Studies – Commissions – Reports – Proposals

Burning Platform 
~ 70 percent of 
DON budget is 

spent on personnel 

DON Human 
Capital Strategy

Vision for 
transformation 

Total Force Integration 
 

Implementation of Strategic 
Human Capital Assets 

Management Initiatives 

National Security Personnel System (NSPS) 

                                         

                                           Human Capital 
                                           Strategy Enablers 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

HR-Management Info Systems (HR-MIS) 

Competencies Management

Strategic Focus on Professional Development 

Military Compensation Strategy 

Enhance the Diversity of the Workforce 

Human Systems Integration (HSI) and Performance 

Workforce Utilization and Planning 

Military Personnel Legislation

2005 
QDR 

 

9/11 

                                                     SEAPRINT

                                          Five Vector Model 

Continuum of Service (CoS)

Department of the Navy 
Transformation Agenda 

2001 - 2009 



michael.o.thomas
Text Box
Appendix A



michael.o.thomas
Text Box
Appendix A



michael.o.thomas
Text Box
Appendix A



<<
  /ASCII85EncodePages false
  /AllowTransparency false
  /AutoPositionEPSFiles true
  /AutoRotatePages /All
  /Binding /Left
  /CalGrayProfile (Dot Gain 20%)
  /CalRGBProfile (sRGB IEC61966-2.1)
  /CalCMYKProfile (U.S. Web Coated \050SWOP\051 v2)
  /sRGBProfile (sRGB IEC61966-2.1)
  /CannotEmbedFontPolicy /Warning
  /CompatibilityLevel 1.4
  /CompressObjects /Tags
  /CompressPages true
  /ConvertImagesToIndexed true
  /PassThroughJPEGImages true
  /CreateJDFFile false
  /CreateJobTicket false
  /DefaultRenderingIntent /Default
  /DetectBlends true
  /DetectCurves 0.0000
  /ColorConversionStrategy /LeaveColorUnchanged
  /DoThumbnails false
  /EmbedAllFonts true
  /EmbedOpenType false
  /ParseICCProfilesInComments true
  /EmbedJobOptions true
  /DSCReportingLevel 0
  /EmitDSCWarnings false
  /EndPage -1
  /ImageMemory 1048576
  /LockDistillerParams false
  /MaxSubsetPct 100
  /Optimize true
  /OPM 1
  /ParseDSCComments true
  /ParseDSCCommentsForDocInfo true
  /PreserveCopyPage true
  /PreserveDICMYKValues true
  /PreserveEPSInfo true
  /PreserveFlatness true
  /PreserveHalftoneInfo false
  /PreserveOPIComments false
  /PreserveOverprintSettings true
  /StartPage 1
  /SubsetFonts true
  /TransferFunctionInfo /Apply
  /UCRandBGInfo /Preserve
  /UsePrologue false
  /ColorSettingsFile ()
  /AlwaysEmbed [ true
  ]
  /NeverEmbed [ true
  ]
  /AntiAliasColorImages false
  /CropColorImages true
  /ColorImageMinResolution 300
  /ColorImageMinResolutionPolicy /OK
  /DownsampleColorImages true
  /ColorImageDownsampleType /Bicubic
  /ColorImageResolution 300
  /ColorImageDepth -1
  /ColorImageMinDownsampleDepth 1
  /ColorImageDownsampleThreshold 1.50000
  /EncodeColorImages true
  /ColorImageFilter /DCTEncode
  /AutoFilterColorImages true
  /ColorImageAutoFilterStrategy /JPEG
  /ColorACSImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /ColorImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /JPEG2000ColorACSImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /JPEG2000ColorImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /AntiAliasGrayImages false
  /CropGrayImages true
  /GrayImageMinResolution 300
  /GrayImageMinResolutionPolicy /OK
  /DownsampleGrayImages true
  /GrayImageDownsampleType /Bicubic
  /GrayImageResolution 300
  /GrayImageDepth -1
  /GrayImageMinDownsampleDepth 2
  /GrayImageDownsampleThreshold 1.50000
  /EncodeGrayImages true
  /GrayImageFilter /DCTEncode
  /AutoFilterGrayImages true
  /GrayImageAutoFilterStrategy /JPEG
  /GrayACSImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /GrayImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /JPEG2000GrayACSImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /JPEG2000GrayImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /AntiAliasMonoImages false
  /CropMonoImages true
  /MonoImageMinResolution 1200
  /MonoImageMinResolutionPolicy /OK
  /DownsampleMonoImages true
  /MonoImageDownsampleType /Bicubic
  /MonoImageResolution 1200
  /MonoImageDepth -1
  /MonoImageDownsampleThreshold 1.50000
  /EncodeMonoImages true
  /MonoImageFilter /CCITTFaxEncode
  /MonoImageDict <<
    /K -1
  >>
  /AllowPSXObjects false
  /CheckCompliance [
    /None
  ]
  /PDFX1aCheck false
  /PDFX3Check false
  /PDFXCompliantPDFOnly false
  /PDFXNoTrimBoxError true
  /PDFXTrimBoxToMediaBoxOffset [
    0.00000
    0.00000
    0.00000
    0.00000
  ]
  /PDFXSetBleedBoxToMediaBox true
  /PDFXBleedBoxToTrimBoxOffset [
    0.00000
    0.00000
    0.00000
    0.00000
  ]
  /PDFXOutputIntentProfile ()
  /PDFXOutputConditionIdentifier ()
  /PDFXOutputCondition ()
  /PDFXRegistryName ()
  /PDFXTrapped /False

  /Description <<
    /CHS <FEFF4f7f75288fd94e9b8bbe5b9a521b5efa7684002000500044004600206587686353ef901a8fc7684c976262535370673a548c002000700072006f006f00660065007200208fdb884c9ad88d2891cf62535370300260a853ef4ee54f7f75280020004100630072006f0062006100740020548c002000410064006f00620065002000520065006100640065007200200035002e003000204ee553ca66f49ad87248672c676562535f00521b5efa768400200050004400460020658768633002>
    /CHT <FEFF4f7f752890194e9b8a2d7f6e5efa7acb7684002000410064006f006200650020005000440046002065874ef653ef5728684c9762537088686a5f548c002000700072006f006f00660065007200204e0a73725f979ad854c18cea7684521753706548679c300260a853ef4ee54f7f75280020004100630072006f0062006100740020548c002000410064006f00620065002000520065006100640065007200200035002e003000204ee553ca66f49ad87248672c4f86958b555f5df25efa7acb76840020005000440046002065874ef63002>
    /DAN <>
    /DEU <>
    /ESP <>
    /FRA <>
    /ITA <>
    /JPN <>
    /KOR <FEFFc7740020c124c815c7440020c0acc6a9d558c5ec0020b370c2a4d06cd0d10020d504b9b0d1300020bc0f0020ad50c815ae30c5d0c11c0020ace0d488c9c8b85c0020c778c1c4d560002000410064006f0062006500200050004400460020bb38c11cb97c0020c791c131d569b2c8b2e4002e0020c774b807ac8c0020c791c131b41c00200050004400460020bb38c11cb2940020004100630072006f0062006100740020bc0f002000410064006f00620065002000520065006100640065007200200035002e00300020c774c0c1c5d0c11c0020c5f40020c2180020c788c2b5b2c8b2e4002e>
    /NLD (Gebruik deze instellingen om Adobe PDF-documenten te maken voor kwaliteitsafdrukken op desktopprinters en proofers. De gemaakte PDF-documenten kunnen worden geopend met Acrobat en Adobe Reader 5.0 en hoger.)
    /NOR <>
    /PTB <>
    /SUO <>
    /SVE <>
    /ENU (Use these settings to create Adobe PDF documents for quality printing on desktop printers and proofers.  Created PDF documents can be opened with Acrobat and Adobe Reader 5.0 and later.)
  >>
  /Namespace [
    (Adobe)
    (Common)
    (1.0)
  ]
  /OtherNamespaces [
    <<
      /AsReaderSpreads false
      /CropImagesToFrames true
      /ErrorControl /WarnAndContinue
      /FlattenerIgnoreSpreadOverrides false
      /IncludeGuidesGrids false
      /IncludeNonPrinting false
      /IncludeSlug false
      /Namespace [
        (Adobe)
        (InDesign)
        (4.0)
      ]
      /OmitPlacedBitmaps false
      /OmitPlacedEPS false
      /OmitPlacedPDF false
      /SimulateOverprint /Legacy
    >>
    <<
      /AddBleedMarks false
      /AddColorBars false
      /AddCropMarks false
      /AddPageInfo false
      /AddRegMarks false
      /ConvertColors /NoConversion
      /DestinationProfileName ()
      /DestinationProfileSelector /NA
      /Downsample16BitImages true
      /FlattenerPreset <<
        /PresetSelector /MediumResolution
      >>
      /FormElements false
      /GenerateStructure true
      /IncludeBookmarks false
      /IncludeHyperlinks false
      /IncludeInteractive false
      /IncludeLayers false
      /IncludeProfiles true
      /MultimediaHandling /UseObjectSettings
      /Namespace [
        (Adobe)
        (CreativeSuite)
        (2.0)
      ]
      /PDFXOutputIntentProfileSelector /NA
      /PreserveEditing true
      /UntaggedCMYKHandling /LeaveUntagged
      /UntaggedRGBHandling /LeaveUntagged
      /UseDocumentBleed false
    >>
  ]
>> setdistillerparams
<<
  /HWResolution [2400 2400]
  /PageSize [612.000 792.000]
>> setpagedevice




